AD-A168 441  SEXUAL HARASSMENT MITHIN THE USAF ENLISTED FORCECU) AIR 1/
COMMAND AND STAFF COLL MRXWELL AFB AL W CANNY RPR 86
ACSC-86-0475

UNCLASSIFIED F/G 5/18 NL




s S. Sg¥ A P I N O N T A L A I R TN o T I N T O —— =

-
ey
N -
U s
—_— bid
= o
w
[ 3
A
- -
. G et
——
“\“—_——:—- I8
|
\
MICROCOPY RESOLUTION ItST.CHART
LR AR [N ~toTTan, "
»‘
"
d
%
»
)
4
1
!
. o .:. S
" - Soe . . .~ e \-.“--
B.\‘i'-.:; PIRLA \.h'! }__‘A_. ;“.‘:i:.'.'-*. AN '; o : ' : ~.‘ e ot
- LRSI RN S PRy Wiy oy at )l'\,‘- ‘v.-_.\ \.-. \_’~__‘- _‘u..“\.-.: g



AD-A168 411

;\vx_ AR A e it SR A O At A G S e S

il
AIR COMMAND

AND

STAFF COLLEGE

— STUDENT REPORT —

SEXUAL HARASSMENT
WITHIN THE

USAF ENLISTED FORCE
. MAJOR WILLIAM CANNY, USAF # B86-0475
b “Insights into tomorrow”
.-
¢ e
(- ; mopj-g&r@;:{}.:m - A
) M ed for public relec:”
gy drivution Unlimited
VRN L
g
€} ) Al \_
[ A. A . .A Py ';' PRI A -‘:‘.' "~ ;'LA' AP PP ."-‘ o ‘.'-'g';n'. .‘;—1‘:; '-“ PR

\
h “y
~.

‘I
R

haaalndr bl &)
L B
2t [ LA ARARA
s 'v'g " i,
,'.‘f" : ' A
""l'l_.l_

.~
“

>
80
-

s te '
C
.

rad

i .

———

........



LIRS

e A S )
s

>

rann 4

’ —‘w' R

-

DISCLAIMER

The views and conclusions expressed in this
document are those of the author. They are
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represent official ideas, attitudes, or
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(AUL/LDEX, Maxwell AFB, Alabama, 36112) or the
Defense Technical Information Center. Request
must include the author's name and complete
title of the study.

This document may be reproduced for use in
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contingent upon the following stipulations:

-~ Reproduction rigrt~s do not extend to
any copyrighted material that may be contained
in the research report.

~- All reproduced copies must contain the
following credit line: "Reprinted by
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~~ All reproduced copies must contain the
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does not extend to copyrighted information or
material. The following statement must
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(author) M
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PREFACE i
-
Since 196%, the number of enlisted women in the United hjx
-~ States Air Force has steadily increased. Female airmen also ; o)
are serving in skills that less than twenty years ago were v
considered "male jobs.” With the increase of female airmen, 2
an issue of interest to many within and outside the Air . 2
Force is sexual harassment. -
This report examines sexual harassment within the USAF N
enlisted force. Its aim is to determine if sexual Rf
harassment is more likely to occur in particular career o
areas and to recommend steps to reduce and prevent sexual R
harassment from occurring. The primary source of data on "y
sexual harassment in the enlisted Air Force was survey and
interview results from a study commissioned by the Head- XA
quarters, United States Air Force. P
The author is indebted to and greatly appreciates the T
contributions others have made to this report. Major Roger e
. W. Alford, HQ USAF/DPAC, sponsared the report, provided ;&}
¢ computer-sorted reports of data, and was a source of -_—
encouragement and expertise. Major Stephen L. Havron, -
ACSC/EDOWA, constructively commented on major and minor ;ﬁk
aspects of the report. Colonel Douglas A. Patterson, bls
AU/CADRE, provided valuable suggestions and criticisms. Mrs. ﬂk
Regina Lazarchik expertly typed the raport. The author also )5\
recognizes and especially appreciates the extraordinary b
patience, support, and understanding provided by his spouse, "
Jane, throughout this endeavor. :«f
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—_‘“insights into tomorrow”

EXECUTIVE SUMMARY

Part of our College mission is distribution of the
students’ problem solving products to DoD
sponsors and other interested agencies to
enhance insight into contemporary, defense
related issues. While the College has accepted this
product as meeting academic requirements for
graduation, the views and opinions expressed or
implied are solely those of the author and should
not be construed as carrying official sanction.

REPORT NUMBER 86-047S
AUTHOR(S)  naJor wILLIAM CANNY, USAF
TITLE  sexuAaL HARASSMENT WITHIN THE USAF ENLISTED FORCE

I. Purpose: To determine if sexual harassment of both men
and women, which occurs within the U.S. Air Force active en-
listed force, is more likely to occur in particular career
areas or job specialties, and to recommend steps to reduce/
prevent sexual harassment.

I1. Problem: In the last two decades, the number of female
airmen has steadily increased. At the end of Fiscal Year 1984,
women comprised 11.% percent of the active enlisted Air Forca.
With the growing number of female airmen, the subject of sexual
harassment within the U.S.A.F. enlisted force has come under
close scrutiny. Predictors of where and with what severity sexual
harassment occurs within the Air Force are not available. Suc-
cessful predictors of the likely occurrence of sexual harassment
and specific recommendations for preventing/combating such
harassment afford commanders and supervisors the opportunity to
improve Air Force units.

III. Data: The primary source of data on sexual harassment

in the enlisted Air Force was survey and interview results from
a study entitled Organizational Assessment Study. The study
was commissioned by Headquarters, United States Air Force and
dealt specifically with verbal end physical harassment. The
Organizational Assessment Study focussed on a carefully
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selected sample of 30 bases and 14,639 enlisted personnel. Much -
effort was spent to ensure this enlisted sample was repre-
gsentative of the entire Air Force active enlisted force.

In addition to the data provided by almost 15,000 airmen,
the Organizational Assessment Study also interviewed two
senior officers (usually the wing commander and tha deputy
commander for maintenance) at each of the 30 surveyed bases. While
these senior officers were not representative of all Air Force
senior officers, the interview results nevertheless provided
. valusble insights and perspectives.

IV. Caonclusion: A higher percentage of female airmen (26.6
percent) than male airmen (6.6 percent) reported baing verbally
harassed within the previous four weeks. Functional working areas
and job speciaslty were not statistically significant pre-
dictors of verbal harassment. Air Force enlisted women who were
mast likely tg report incidents of verbal harassment: worked in
larger gro:%’?—tended to rate their supervisors lower than those
who were n harassed; worked in somewhat or very slow work-pace
environments; worked outdoors.. in hazardous environments, in
extreme temperatures; experienced personnel and/or equipment
shortages in their work groups the previous week; educationally,
had some college and beyond; and had less than four ysars of

act.ve duty. Most men and women reported that the verbal ﬁ:
harassmant that occurred within the previous four weeks had rx
been resolved. . i!

The reported incidence of physical harassment was much

less than that of verbal harassment. Of enlisted women, 6.2

percent reported being physically harassed within the last four

weeks; 1.7 percent of male airmen reported similar harassment.

As with verbal harassment, one’s functional working category *

and AFSC, were not successful predictors of physical harass-

ment. Female airmen who were most likely to report incidents of

physical harassment: worked in large groups; tended to rate

their supervisors lower than those who were not harassed; ex- {

perienced equipment shortages in their work groups the previous :

week; worked more than 40 hours the previous week; and were ui
L
N
N
.
w

not married to another military member. As with verbal harass-
ment, most men and women reported that the physical harassment
experianced within the previous four weeks had been resolved.

viii
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While the Organizational Assegssment Study is the
largest and most encompassing study of the effects of women
that the Air Force has sponsored to date, certain aspects of
sexual harassment require further investigation. For example,
simple accounts of harassment do not shed light on whether one
person harasses one, or more than one victim, and whether an
harasser harasses only within his/her own gender. Also,
"harasser-harassee ratios” (e.g. how numerically more men
than women may he harassed, while proportionately more women
are victims), and the impact of ”"perceived harassed” (i.e.
harassment without a perpetrator) deserves further research
and analysis. While there is little doubt that physical and
verbal harassment do occur in the Air Force, judging the
severity of self-reported harassment is difficult at best.

Commanders, supervisors and managers have a wide range
of administrative and judicial measures available to punish
sexual harassers. There are also a number of ways commanders,

supervisors and managers can stop, or at least diminish,
sexual harassment.

U. Recommendations: Women are an integral part of the

Air Force and one can expect their numbers to increase. Sexual
harassment is contrary to Air Force and Dol policd and Air
Force commanders and supervisors should realize that a wide
range of administrative and judicial actions are available
to serve as a deterrent and to punish sexual harassers.
Commanders, supervisors and managers should also know they
can prevent, or at least diminish, sexual harassment by
emphasizing that the job, the mission, and results are key,
and that there is no place for sexual harassment in the Air
Force. Diminishing and eliminating sexual harassment should

benefit the individuals, the unit, and ultimately, the whole
Air Force.
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SEXUAL HARASSMENT: AN OVERVIEW

BORR (X

INTRODUCTION

(iAot aa

For the last two decades, the number of enlisted women
in the U.S. Air Foce steadily grew. At the end of Fiscal
year (FY) 1965 there werae 4,741 enlisted women in the active
Air Force. This was 0.6F% percent of the total Air Force
active enlisted strength. Nineteen years later, at the end
of FY 18984, enlisted women numbered 55,335 and comprised
11.4 percent of the enlisted force (17:1-7).

SR NG et gead MAI

The rate at which women enlist is expected to remain
significant. During FY 1984, women wers 14.8 percent of all
Air Force enlisted accessions. The Air Foce recently
indicated women may comprise 16 to 18 percent of annual
enlisted accessions in the foreseeable future (1B6:xi).

In addition to increasaing their numbers, Female airmen
are swelling the ranks of enlisted skills that only a decads
ago were considered "male” jobs. For example,

. .8ince 1978, the percentage of women vehicle
maintenance specialists has multiplied more than
three and a half times. Similarly, munitions, not
generally regarded as a “"traditional” career field
for women, has grown by a factor of eight. Also,
the number aof enlisted women in aircrew operations
; has more than tripled since 1981. Three years ago, j
. no women held "aircrew protection” jobs; today, ‘ﬁ
l . more than 200 do (12:87). i$

Since only 8,400 enlisted jobs were closed to women by 1985
due to combat esxclusion policies, almost all enlisted A
positions are open to women (16:3-4). "

Given the steady increase of female airmen in the last
20 years and their migration toc many previously "male” jobs,
the inavitable questions of "How goes it?” arise. Often the
query is "How are the women doing?” or "How are ths men
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getting along with the women and vice versa?” In this context, -
one crucial male-female issue that is seldom overlooked is :
sexual harassment. o

L)

This paper examines sexual harassment within today’s Y
U.S. Air Force enlisted force. Following a general review of
the subject, verbal and physical harassment in the active -
enlisted force are examined via survey and interview. The S
paper concludes with recommended actions to prevent, or at ¢

least limit, the occurrence of sexual harassmant within Air
Force units.

WHAT IS SEXUAL HARASSMENT?

P |

The Department of Defense (DoD) defines sexual
~arassment as "‘Saxual advances, requests for saxual favars
and other verbal or physical conduct of a sexual naturs’
when:

0 It is stated or implied that submitting to such
conduct is a term or condition of a person’s job, pay or
career;

o Career or employment decisjions are based on a
person’'s acceptance or rejection of that conduct, or

0 It interferes or is intended to interfere with a
person’s parformance, or it creates an ‘intimidating,
hostile or offensive environment’” (13:4). While this is the
official Doll definition, additional insight into sexual

¥ harassment will result from examining other definitions.

’ I'd fi"-’ﬂ".:", Y >

-
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Sexual harassment, according to VU.F. Nieva, "As it is

most narrowly defined. . . occurs when a woman is expected

to engage in sexual activity in order to get or keep a job, g

to be promoted or acquire a8 desirable job, or to avoid being -

Fired or put in an undesirable job” (5:62). L. Farley "

P provides a more specific definition of sexual harassment. ¥
: According to Farley: L

Sexual harassment is best described as unsolicited ) N
nonreciprocal male behavior that asserts a woman’s
sex role over her funciton as a worker. It can be any :
or all of the following: staring at, commenting W
X upon, or touching a women’'s body; requests for
acquiescence in sexual behavior; repsated non-
reciprocated propositions for dates; demands for 5
sexual intercourse; and rape. These forms of male -
X behavior frequently rely on superior male status
- in the culture, sheer numbers, or the threat of
‘ higher rank at work to exact compliance or levy N

penalties for refusal. The variety of penalties

include verbal denigration of a woman sexually;
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noncooperation from male co-workers; negative job
evaluations or poor personnel recommendations;
refusal of overtime; demotions; injurious
transfers and reassignments of shifts, hours or
locations of work, loss of job training;
impossible performance standards and outright
termination of emplayment (1:14-15).

It should be noted that the bulk of the literature on
sexual harassment appears, either explicitly or implicitly,
to be directed solely by men toward women. Niesva, at least,
explains this notion:

Although women are not necessarily the only
obhjects of sexual harassment, they are much more
likely to be victims than men. . . The typical
structure of sexual relationships makss it likely
that men act as the initiators, rather than
recipients, of sexual contact. In addition, males
are more likely to be in positions of authority
and dominance and women easily Fall into
"ingratiating, flattering and deferential manner
which prajects saexual compliance”. . . . The

A stereotypical case of sexual harassment involves a
b male supervisor and a female subordinate. . .
although a customer or coworker on whom one
depends can also sxert unwanted pressure toward
sexual activity (5:63).

Stereotypically then, when harassment occurs it is the men,
who usually have power over women, who are the harassers.

One must not lose sight of the fact, howsever, that
women can be and are in positions of power. MacKinnon
maintains that "Sexual harassment, mast broadly defined,
refers to the unwantad imposition of sexual requirements in
the context of a relationship of unequal power” (2:1). Thus,
women in positions of power may also be in positions to
sexually harass,

WHY HARASS?

Knowing the definition of sexual harassment does not
nacessarily convey the motivation for sexual harassment. So-
called "antifeminist crusader,” Phyllis Schlafly when
testifying before a U.S. Senate committes reviewing anti-
sexual harasment guidelines, indicated that, " 'Sexual
harassment on the job is not a problem fFor virtuos women,
except in the rarest of cases. Men,'” according to Schlafly,
"‘hardly ever ask sexual favors of women from whom the
certain answer is no. Virtuous women are seldom accosted’”
(8:29).

3
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No author reviewed for this paper, howsver, shared Mrs.
Schlafly’s position that women were harassed because they
were usvally "asking for it.” R.E. Smith, for example,
pointed out that, as in many ”non-traditional” Air Force
career fields, women workers represent a change and male
workers do not always welcome change. Thus, ”Pornographic
material is sometimes displayed to embarass women and show
them ‘their place’” (6:48). Nieva also pointed out that many
men fear that newly introduced female workers may use
"feminine wiles” to threaten or esven seduce them. "Men may
retaliate,” according to Nieva, "against women’s invasion of
traditionally male areas in the form of sexual harassment.”
Nieva points out that this "Harassment further erodes the
trust and informality that facilitate women’s integration”
into the work environment (5:B64).

The buddy system and the teamwork that is recognized as
fundamental to Air Force operations may also become a tool
for sexual harassment. According to R.E. Smith, ”"In many
fFactory environments, teamwork is assential Eor effective
completion of jJobs, and man often refuse to cooperate with a
woman who dares to invade male territory. . .” (6:48).

In addition to intentional sexual harassment that is
recognized by both harasser and harassee, perceived saxual
harassment may occur. In a report relsased in 1981 by the
U.S. Merit Systems Protection Board (MSPB), "Sexual
Harassment in The Fedaral Workplace--1s It A Problem?,” 45
percent of the federally-employed, civilian women and 1S5
percent of the male civilian employees reported being
sexually harassed in s two-year period (7:3). As R. Leverone
pointed out, however, had the MSPB survey asked the
question "Have you, within the past two years, sexually
harassed a co-worksr or a subordinate?”, the results would
probably fall far shaort of accounting for all the people who
claimed they had been harassed (11:21). In Leverone'’'s words:

If one out of every four women belisves she has bean
sexually harassed within the past two years, it is
probably not because someone has made a pass at her.
Rather, it is more likely that someone has rafused
to treat her in a way appropriate for the role she
wishes to play-—-an equal in the workplace (11:22).

M.C. Meyer shed additional light on perceived har-
assment. "One reason that sexual harassment continues,”
according to Meyer, "is that the problem itself is complex
and difficult to defina. The harassers may not know they
are harassing. UWell intended gestures or remarks of friend-
ship and affection may be received as harassment. Imagined
harassment, however, can be as dastructive as intended
harassment” (4:xiii).




OFFICIAL POLICY ON HARASSMENT

Sexual harassment is detrimental to organizations as
well as individuals. "When sexual harassment exists, the
total organization is impacted in some negative way. It
restricts the ability of individuals to perform. It reduces
an organization’s capability to deliver those goods or
services it is in business to produce” (4:xiii).

The Department of Defense and the Air Force officially
prohibit sexual harassment. "In a (19811 memo to service
saecretariaes, the chairman of the Joint Chiefs of Staff and
the directors of Defense agencies, . .” Defense Secretary
Caspar W. Weinberger directed that "Every supervisor and
manager—-military and civilian--will take the necessary
action to ensure an environment free from sexual harassment

" (13:4). Similarly, Air Force Chief of Staff, General
Lew Allen, Jr. in a 1980 memo to major commands and
separate operating agencies wrote: ”'People who engage in
this practice (sexual harassment) not only violate basic
tenets of professional and human dignity, but also diminish
mission effectiveness’'” (9:3). In a 1982 joint policy letter
to all Air Force personnel, General Allen alsc stated
**‘Sexual Harassment is unacceptable conduct and will not be
condoned or tolerated’'” (14:63.

The naxt two chapters sxamine the reported levels of

verbal and physical harassment within the Rir Force's
active enlisted ranks.
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Chapter Two
VERBAL HARASSMENT

BACKGROUND

In April of 19685, the United States Air Force dalivered
to the Committses on Armed Services, U.S. House of
Representatives a "study on the accession and utilization of
enlisted personnsl” (16:ix). Annex five of that report to
Congress entitled Organizational Assessment Study, was

. « the largest and most sncompassing examination of the
effects of women that the Air Force has sponsored” (18:1i).

The Organizational Assessment Study developed, and
primarily focussed on the data from, the 1984 U.S. Air Force
Survou of Work Groups. Ths survey was dessigned to fulfill

. the Air Force's objective to understand the dynamics of
group functioning in general and the role of women in
particular” (18:3-1). As explainad in the Organizational

Assessment Study,

The Survey of Work Groups Focuses on snlisted
sctive-duty Air Force men and women who serve
sround the world. A sample of 30 bases (22 in the
continential U.S., one in Alaska, and ssven
overseas) and 14,639 enlisted psrsonnel, an

av-rage of 468 from sach base, were selscted

8cC... ng to the sample plan. . . . Over B83%X of the
initisl sample (excluding those who died or left
the Air Force) participated in the survey. The B3%
who participated representsd the 100% sample. This
sample is the primary source of information for

the analysis of the effects of women on work

groups and male-female differances in individual
performance and commitment (18:3-1 — 3-2).

The Survey of Work Groups was repressntative of the
active enlisted Air Force and contained four questions that
dealt with ssxual harassment (18:9-1 — 9-2):
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91. In the last four weeks of work, have you v
personally been the victim of verbal harass- Vi

ment or abuse becauss of your sex (for example, )
saxist jokes, offensive cursing) by anyons in N

your work group? \

b

A. Yes, 1 time I
+B. Yms, 2 times it

C. Yes, 3-4 times

D. Yes, 5-6 times ¥

E. Yes, 7 or more times N
F. No (SKIP to Q.93) }E
-4
93. In the last four weeks of work, have you L3
personally been tha victim of physical d
harassment because of your sex (such as .
" inappropriate physical contact) by anyone in Ny
b your work group? o
t A. Yes, 1 time g
b B. Yes, 2 times 2.

' C. Yes, 3-4 times ,
o D. YBS, 5"5 times e
) E. Yes, 7 or more times o
! F. No (SKIP to 0.95)
92. & 94. How did you solve the problem? (MARK s

THE ONE BEST ANSWER). i

A. 1 did not, the problem continues o

B. Did nothing and the problem went away i
C. Talked to the person(s) causing the )

problem -
D. Talked with my work group supervisor -
E. Talked about the problem with a friend DY

F. Telked about the problsm with my spouse o

G. Talked to a counselor or chaplain o

The responses to thass four questions and the Organizational .
Assessment Study form the crux of this and the naxt chapter, =2

dealing with verbal and physical harassment respectively. ;{
r:f

VERBAL HARASSMENT b

The Organizational Assessmant Study revealed that >

overall, 6.6 percent of the male enlisted respondents
reported experiencing at least one case of verbal harassment N
within the last four weeks. The incidence of verbal <
harassment for enlisted women during the same period was
substantially higher, at 26.7 percent (18:3-3). Though the
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period of susceptibility to sexual harassment was two years
(versus the four weeks in the Air Force study) in a study of
civilians in the federal work place, the civilian study,
which did not exclusively differentiate betwssen verbal and
physical harassment, also showed a larger percentage of
civilian women (42 percent) than civilian men (15 percent)
were sexaully harassed (7:35).

The Organizational Assessment Study categorized
reported verbal sexual harassment by functional work area

and sex.
Sex of Respondent Row
Functional Area Male Famale Average
Civil Engineering 8.7% 30.6% 9.9%
Comptroller 5.5 15.2 7.9
Depot Ops. & Maint. S.0 4.3 6.7
Grd. Comm., Elec.

Ops. & Maint. 5.1 29.6 7.7
Intelligence 6.1 4.9 9.6
Medical 7.7 21.1 11.5
Operations-Flight 5.5 8.4 7.7
Manpower & Parsonnel 4.2 26.0 9.4
Research & Development 3.1 25.1 5.7
Security Police 7.4 40.4 8.8
Supply, Services,

& Contracting 8.0 29.6 11.8
Training 7.2 25.1 9.5
Trangsportation 8.2 2l.e 9.7
Weapons Sys. Maint. 6.2 32.7 7.8
Admin, . Command,

& Other 5.6 21.0 9.0
Column Average 6.5 26.6 e.s

Table 1. Reported Verbal Harassment in the Last

Four Weeks, by Functional Area and Sex (Percentages
calculated separately for each population subgroup.
Statistics are rounded to the nearest tenth (18:9-6).

Another categorization of verbally harassed enlisted members
by fFirst digit of their Air Force Specialty Code (AFSC) is
as follows:

ﬂ
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From both tables it appears that verbal harassment is
more likely to occur in soma career areas/AFSCs than in
others. Caution must be exercised before making such
interpretations however, because cell sizes for functional
working areas and AFSC by gender in many instances were
small (18:39-8).

WY e e relXs LA

MULTIVARIATE ANALYSIS

By controlling for a number of personal and group
characteristics, the Organizational Assessment Study used
multivariate analysis to explore the notion that there might

be ”. . .measurable characteristics of work groups and
individuals. . . that explain this observed pattern of
harassment. . . .” Multivariate analysis was also used to

examine "Whether the incidence of harasasment is the same
across all groups in each functional area” (18:9-12). The
result of the multivariate analysis was that ". . . group
size, supervisor quality, and the interaction of group size
and percent female. . .” were found to be ”"significant
determinants” (18:9-13) of verbal sexual harassment.

The larger the working group, the more likely was
verbal harassment to occur, significant at the one-percent
level. Two possible related explanations of this
relationship are that: 1) the larger the working group, the
more likely are there to be female "targets” for male verbal
harassers; 2) as working groups increase in size, the
relationships betwesn working group members may become less
personal and more prone to instances of verbal harassment
(18:8-14).

The relationship bstween how one rated one'’'s supervisor
and whether one had experienced verbal harassment in the
previous four weeks was negative, and significant at the one-
percent level. That is, the higher one rated one’'s .
supervisor, the less likely was aone to report verbal
harassment (18:9-14).

The relationship between verbal harassment and working
group size, however, was more complex than the relationships
for size of work group and quality of supervisor. It is
depicted in Figure One. Specifically, and at the five-

percent level of significance, 1) ". . . changes in group
size have a smaller effect on predicted harassment as
percent female (in the working groupl] approaches. . . 36.2%”;

2) for working groups with more than 36.2 percent women, *.
. an increase in group size decreased verbal harassment,
while for groups with a proportion of women less than 36.2%

10
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an increase in group size increases the probability of
harassment” and 3) . . . for a given group size, an increase
in the proportion of females will always decrease

the incidence of verbal harassment” (18:9-17).

MNerrassment

.-

§i2€ = 10

Percont Female (W)

Figure 1. Predicted Probability of Verbal Harass-
ment for Selected Changes in Group Size and
Percent Female (18:9-16).

After controlling for various group and individual
characteristics, the Organizational Assessment Study'’s
multivariate analysis demonstrated that functional working
areas (e.g. civil engineering, medical, weapons systems
maintenance, etc.) did not have a statistically significant
effect on the probability of verbal sexual harassment. The
group characteristics that were signigicant predictors of
verbal harassment were (18:9-18):

o pace of work;

0 work enviraonment index;

o incidence of personnel shortages; and

o 1incidence of equipment shortages.

The Organizational Assessment Study specifically found
that groups with faster paced work were less likely to ex-
perience harassment at the five-percent level of significance.
Similiarly, the work enviromment index (i.e. "hazardous
conditions, working outdoors, and exposure to extreme tem-
peratures” [(18:9-19])) was positively linked to incidence of
verbal harassment, at the one-percent level of significance.
Alsa, individuals with personnel and/or equipment shortages
were more likely to report verbal harassment than those with-
out such shortage(s), at the one-percent level of significance.

11
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With respect to individual characteristics, "Women with
at least some college education” were “"more likelu to cite
an incidence of verbal harassment than other women” (18:9-
19), at the five-percent level of significance. Similiarly,
woman in their first term of service (i.e. less than four
years of active duty) were more likely to report incidents
of verbal harassment than those with four or more years of
service (18:8-19), at the one-percent level of significance.

The positive relationships betuween educational lesvel
and youth and inexperience (as shown in years of service)
to probability of experiencing verbal harassment were also
evident in the study of harassment among civilian federal
employees. According to that study, civilian "women most
likely to be sexually harassed are:

o young C(under 34%)

0 single or divorced

0 well-sducated (college degree or higher)

L I R N A N R B I I I I B I S [ L R R Y B R .

o0 working in any occupation, but particularlg as a
traines or in a professional/technical pasition. . .”
(7:42).

RESOLUTION OF UERBAL HARASSMENT

As is evident in the following table, men and women
dealt with verbal harassment differently.

Sex of Respondent Row

Problem Resolution Male Female Average
Problem Continues 21.3 28.1 23.1
Did Nothing; Problem

Went Auway 17.0 14.2 16.2
Talked to Person

Causing Problem 19.0 29.8 21.9
Talked with Group

Supervisor S.4 7.6 6.0
Talked with a Friend 3.5 4.8 3.8
Talked with Spouse 3e2.2 13.7 27.2
Talked to Counselor

or Chaplain 1.9 1.8 1.7

Table 3. Resolution of Verbal Harassment That
Occurred Within the Last Four Weseks, by Sex.
(Column percentages rounded to the nearest tenth.)
(18:9-21)

12

Cew ey

oA T AL

12

NAREXARS .

- gy e v v, v
, N

VRV ARARD




Women tended more than men to confront their harassers,
while more men than women talked to their spouse in an
effort to resolve verbal harassment. These efforts to
resolve verbal harassment were similar to the findings in
the harasasment survay of civilian federal employees. "Most
Ccivilian) victims responded to sexual harassment by
ignoring it, but few find that technique improves the
situation. The most assertive actions are found to be the
most effective” (7:63).
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UVERBAL HARASSMENT SUMMARY A

More than one in four Air Force enlisted women (26.6
percent) reported experiencing verbal harassment within the
previous four weeks. Only 6.6 percent of male airmen were
similarly harassed. Functional working areas and AFSC were '
not statistically significant predictors of verbal v
harassment in this study. Female airmen who were most likely X
to be verbally harassed: .

0 worked in larger groups

o tended to rate their supervisors lower than those
who were not harassed e

0 worked in a somewhat, or very slow, work-pace S
snvironment '

o worked outdoors, in hazardous environment, in -
extreme temperatures -

o experienced personnel and/or egquipment shortages
in their work groups the previous uweek

o educationaly, had some college and beyond

o had less than four ygears of active duty

LAY
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While men and women differed in their approaches to e
resolving verbal harassment, only 28.1 percent of the women
and 21.3 percent of the men had yet to resolve a harassment e
problem they reported as having occurred within the previous o
four weeks. It is also significant to note that resolution
of these relatively few remaining harassment problems had ‘-
not been ruled out by the men or women. XN




Chapter Three

PHYSICAL HARASSMENT

BACKGROUND

Chapter Two presented the pertinent information about

the Organizational Assessment Study’s approach to sexual
harassment.

PHYSICAL SEXUAL HARASSMENT

The Organizational Assessment Study reported that 6.2
percent of the female airmen surveyed reported being
physically harassed in the previous four weeks. Only 1.7
percent of male airmen reported physical harassment
(18:9-%). While the overall incidence of physical harassment
was far less than that of verbal harassment (26.7 percent of
women and 6.6 percent of men), it is interesting to note
that, as a percentage of their gender, women were about
four times more likely to report verbal and physical
harassment than men.

The relationship between gender and reporting physical
harassment was also eavident in the study of harassment of
civilian federal workers (7). Twenty-six percent of
civilian federal women surveyed reported occurrences of
"deliberate touching, leaning over, cornering or pinching”

(7:37, B-2), while only sevan percent of the civilian men
reported same.

Stratifying reports of physical harassment in the last
four weeks by functional work areas revealed the following:
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Sex of Respondent Row
Functional Area Male Female Average

S
N
N

Civil Engineering
Comptroller

Depot Ops. & Maint.
Grd. Comm., Elec. Ops.

& Maint,.
Intelligence
Medical
Operations-Flight
Manpower & Personnel
Research & Development
Security Police
Supply, Service,

& Contracting
Training
Transportation
Weapons Sys. Maint.

F Admin., Command,
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Column Average

Table 4. Reported Physical Harassment in the

Last Four Weeks, by Functional Area and Sex.
(Percentages calculated separately for each
population subgroup. Statistics are rounded to N\
the nearest tenth.) (18:9-7)
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A classification by first digit of Air Force Specialty Code
(AFSC) of members who reported experiences of verbal
harassment also appears noteworthy.
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u First Digit of

Physical Harassment Within the Last Four Weeks (20).

AFSC, Who Reported at Least (ne Incident of

Table S. Number of Members, b




As with verbal harassment, however, the Organizational E
Assessment Study’s multivariate analysis sheds light on
whether functional working area is a successful predictor of

L sexual harassment. ~
3 ve
3 Pl
] {4
4 "
h v
MULTIVARIATE ANALYSIS -
‘h
By “"controlling for a number of personal and group :;
characteristics” (18:9-12), the Organizational Assessment o
Study’'s multivariate analysis produced some interesting v

findings on physical harassment. As with verbal harassment, "
the following factors were similarly related to physical
harassment: group size, at the five-percent significance -
level; supervisor quality, at the one-percent significance
level; and group size-percent female interaction, at the
one-percent significance level (18:9-39 -- 9-10). (See Chapter
Two for an explanation of these relationships.)
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Unlike for verbal harassment, the work pace, the
environment index (outdoors, hazardous, and extreme
temperatures), and the existence of personnel shortages were
not significantly related to the occurrence of physical
harassment. The existence of equipment shortages within the
last week, however, as with verhal harassment, was "
positively linked to the likelihood of physical harassment.
The relationship bstween equipment shortages and physical
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harassment was significant at the fFive-percent level (18:8- tﬁ
10)>. -.::
Contrary to the findings for verbal harassment, a woman'’'s -
educational level, and youth and inexperience, as measured
by years of Air Force service, were not significantly o
related to experiencing physical harassment. Women who s
worked mare than 40 hours the previous week, however, were -
more likely to be physically harassed than those who did s
not. This relationship was significant at the five-percent o
level (18:9-112. "This finding,” according to the A
Organizational Assessment Study, ”is consistent with the -
notion that individuals working overtime are (1) at risk for "
longer periods, and (23 exposed during higher-risk periods o
(e.g. at night, on weekends)” (18:9-20). :{
4.
This "overtime factor,” however, did not surface in the -
study of civilian sexual harassment. "The typical working ~
hours of an employee--day time or other arrangements such as o
night-time, weekends, shifts, or frequent overtime--seems to "
bear no important relationship” in the civilian study "to oy
whether the employee is subjected to bothersome sexual f:
harassment” (7:53), .
17 ~
l's
s"
A

e ea e - . Lt et et T I P S P P S
DR . R TR TR R TR A P A R D A A A DRSS e g Gy
T T B e AT I N ST SR I St SR SR SR SIS SO T JP. VI Wy, Ve W T PR Y Y




FrEd 1 XAH

f .

AP RAAALS

RESOLUTION OF PHYSICAL HARASSMENT

One factor that was negatively related to the incidence
of physical harassment was the military status of one’s spouse.
Enlisted women whose husbands were also in the service were less
likely to report experiencing physical harassment, at the
ona-parcaent level of significence (18:3-20),

Unlike the approach to resolving verbal harassment,
physically harassed men and women tended most often to talk
to the person causing the trouble. This was the most
frequently sighted first course of action for enlisted men
and women who were physically harassed.

Sex of Respondent

Row

Problem Resolution Male Female Average
Problem Continues 18.0 25.8 18.8
Did Nothing; Problem

Went Away 23.9 15.5 1.3
Talked to Person

Causing Problem 26.6 33.6 28.3
Talked with Group

Supervisor 8.6 9.9 8.9
Talked with a Friend 6.2 B.S 6.7
Talked with Spouse 12.6 5.6 10.9
Talked to Counsalor

or Chaplain 4.2 1.2 3.5

PHYSICAL HARASSMENT SUMMARY

18

Table 6. Resolution of Physical Harassment That
Occurred Within the Last Four Wesks, by Sex.
(Column percentages rounded to nearest tenth.) (18:9-21)

After talking to the harasser, men and women varied in
proportions as to how they would resolve physical harassment.

Though the overall reported incidence of physical
harassment was far less than that of verbal harassment,
enlisted women nevertheless reported physical harassment at
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a rate about four times higher than enlisted men (6.2 Ve
percent versus 1.7 percent). As with verbal harassment, the
Organizational Assessment Study's multivariate analysis 3
demonstrated that one's funtional working category (e.g. ;;.
comptroller, intelligence, weapons systems maintenancs, ;:‘
etc.) was not a statistically significant predictor of {ﬁ
physical harassment. :4
AR
Female airmen who were most likely to be physically
harassed: POy
o worked in large groups R
0 tended to rate their supervisor lower than those who o
were not harassed ~
0 experisnced esquipment shortages in their work groups ™
the previous week -
o worked more than 40 hours the previous week o
O were not married to another military membear, e
The single most preferred course of action among men i?
and women to resolve physical harassment was to talk to the &‘
harasser. After this option, men and women varied by
proportion of their gender in the resclutions they pursued. o,
v,
o
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Chapter Four

CAVEAT AND PERSPECTIVE

CAVEAT

When exploring the subject of sexual harassment in the
U.S. Air Force, it is important to recognize perspective and
proportion. While there is little doubt that physical and
verbal harassment do occur in the Air Force, as they do in
civilian organizations, judging the severity of self-reported
harassment is difficult at best. As the Ocrganizational
Assaessment Study pointed out,

Individuals differ in their perceptions of what
constitutes sexual harassment. Using a written
questionnaire to collect information on the
incidence of harassment does not yield objective
measures of frequency and severity of sexual
harassment. . . . Thus, the. . . findings should
not be construed as accurate indicators of the
magnitude of sexual harassment because of unknown
measurement errors imbedded in the survey
responses (18:9-2).

The study of harassment of civilian federal employees
contained similar cautions. "That men and women look at
sexual bshavior differently is important to keep in mind
when looking at the reported experiences. . . .” Also,
"Sexual behavior that may be offensive to women may be more

or less offensive to men when they are the recipients”
(7:23).

More detailed research and analysis should be under-
taken to better understand the degree and nature of sexual
harassment in the Air Force. For example, in Chapter Threse
it was reported how women, as a percentage of their gender,
were about four times more likely to report physical harass-
ment (6.2 pesrcent of women) than men (1.7 percent of men).
Using these pesrcentages, one could make a case that more
men than women are physically harassed and that women

physically harass men at a greater rate than men physically
harass women.




To illustrate, in a hypothetical Air Force organization
of 1000 people, suppase B00 are men and 200 are women.
Application of the appropriate physical harassment rates
would yeild:

200 x 6.2% = 12.4 women physically harassed
800 x 1.7% = 13.6 men physically harassed

From the above, it is "apparent” that, in our case, more men
than women are physically harassed.

To continue this line of reasoning, one can also make
the case that, in our example, women physically harass men
at a much greater rate than men physically harass women:

12.4 women physically harassed
—————————————————————————————— = 0.015 = male harassment rate
800 men (potential harassers)

13.6 men physically harassed
——————————————————————————————— - 0.068B = female harassment
200 women (potential harassers) rate

Note that in the above example, women harass men by a factor
of more than 4.5 times (0.06B versus 0.015).

That one person (man cr women) may harass more than one
person is not accounted for in the abovae equation, but they
are nevertheless illustrative. Such multiple harassing uwas
Found in one study (7). Sexual harassment within one’s
gender is also not addressed. Perceived sexual harassment
(incidents without perpetrators) is also not adequately
dealt with in the above equations. Clearly, research and
analyses beyond the scope of this paper are in order and
continued caution and clear thinking are reqguired with each
investigative step. Until such research is completed,
readers must exercise caution when examining self-reported
sexual harassment and must particularly refrain from
attempting to assess the severity of such harassment.

ADDITONAL PERSPECTIVE

In addition to administering and aralyzing the data
from some 15,000 airmen’'s guesticnnaires, the Organizational
Assessment Study also interviewed two semior officers
(usually the wing commander and the deputy commander for
maintenance) at each of the 30 surveyed bases. While this
group was not a representative sample of U.S.A.F. sanior
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officers, the interview results nevertheless yislded unigue R

insights and valuable perspectives for assessing results K
¥ from the U.S. Air Force Work Group Survey. Sexual harassment .
R was virtually absent from these senior officers’ lists of

major problems in their units.

It is also noteworthy that . . . 85% of the officers '
interviewed believe women have naeither a positive nor a
negative effect on Cunit] performance” (18:10-7). None of
the senior officers cited their current number of women as
having a negative effect on morale or on incidence of sexual
harassment in their units (18:10-13). This view from the top
) of units, while statistically non-representative, nevertheless
3 provides a valuable perspective on the severity of sexual
. harassment in the Air Force.
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Chapter Five

RECOMMENDAT IONS

Women are here to stay in the Air Force, and if the
last 10 years are an example, one can expect that the number
of women in previously "traditionally male” jobs will
increase. Male and female airmen have reported incidents of
physical and verbal sexual harassment in the Air Force.
Sexual harassment ”"is detrimental to employee morale,
productivity, unit cohesion, and to mission accomplishment;
it is also a prohibited personnel practice, and it is
unlawful” (15:i). This chapter outlines what commanders and
suparvisors can do to stop, and more importantly, to prevent
sexual harassment in their units.

First, commanders and supervisors must realize that
"There are administrative and/or Judicial actions available
. . in cases where sexual harassment are {sicl found to

have occurred” (19:31). Lisutenant Colonel Jon S. Wheeler,
an Air Force lawyer, gave expert counsel on these options in
"Sexual Harassment: A Miliatry Response to a Military
Problem,” an Air War College research report (139),

Some of the administrative actions a commander
may want to consider in a confirmed sexual
harassment case included in reverse order of
severity: change of duty section, shift, or job;
varbal reprimand; comment on the offender’s
efficiency report; written reprimand; removal
from supervisory positions; removal of
noncommissioned officer status; remaval from
promotion list; administrative reductions in
grade; and in repeated more serious cases,
administrative separation (19:31).

In addition to administrative action, Wheeler devoted
an entire chapter to the "Application of The UCMJ to Sexual
Harassmant Incidents” (19:33-47). The following table,
derived from that chapter and the Nanual for Courts-Martial,
United States 1984 (S5), summarizes incidents of sexual
harassment and possible application of the Uniform Code of
Military Justice (UCHMJ) to them.
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ACT ARTICLE MAX PUNISHMENT N
--Rape..... e «ees. 120 --Death . :
~-Carnal Knowledga .. 120 -~-15 years confinement .
or "statutory rape” at hard labor (CHL) b
--Sodomy........ ceeses 1289 --20 years CHL e
-="Copping a fael"- .. 134 --7 years CHL - -
grabbing person’s
private parts, etc. =
--Indecent assault...... 134 --5 years CHL
o If also intent to rape --20 years CHL §
o If also intent to -~10 yesars CHL -1
commit sodomy by
--Attempted physical.... 128 --Six months CHL 4
touching (assault &
battery) :
--Adultery.............. 134 --1 year CHL >
-~Acts that violata 134 --Varied .
good order & discipline N
~-Threat associated..... 134 --Varied
with sexual acts (can-
duct prejudicial to good -
order and discipline or X
service discrediting) 3
-—Communicating......... 134 —-=-6 months CHL :
indecent language [\
--Solicitation.......... 134 -~-Same as for offense
being solicited (max :
confinement: S years)
--Provoking speech...... 117 --6 months CHL
and gestures
--Voyerism.............. 134 --4 months CHL o
(Disorderly Conduct) i
—-Indecent Exposure..... 134 -=4% months CHL .
--Superior sexually..... 93 --1 year CHL ’
harassing a subordinate -
--If officer is....... .. Also --1 year CHL o
harasser 133 o
--Supervisor fails...... 92 --2 years CHL
to act against ssxual (if general =
harassment incidents order) .
prohibited by order --1 year CHL -

(if other order)

Table 7. Paossible Application of UCMJ tao Instances .
of Sexual Harassment. .




From the above chart, it is evident that with the UCHJ,
commanders and supervisors can punish sexual harassers.
Preventing sexual harassment, however, is usually more
productive and efficient than punishing offenders.

Commanders and supervisors can hegin to prevent sexual
harassment in their units by first admitting that sesxual
harassment may exist (or at least might begin to exist) in
their organization. As L. Farley pointed aut, avaen wall-
meaning supervisors may be blind to potential problems:

they are so deeply steeped in the right of
male prerogatives they are virtually cblivious to
the sexual harassmaent of their femals employses.
These same presumptions will then compound the
prablem by keeping subordinates from expressing an
opposite point of view. It is the very broad-
casting of these presumptions through manners,
perceptions, and jokes that act on women like
injunctions against speaking up. Than men will
deny there are any problems because they’ve
never been told about them (1:151).

Fortunately, more sexually harassed individuals,
particularly women, are speaking up today (4:xiv) and
reporting incidents. All commanders and supervisors,
however, must sensitize themselves to the possibility of
sexual harassment in their units.

Once sensitized, commanders and supervisors must let it
be known to all people in their units that "equal
gpportunity” is the rule and practice. Major General Jeanne
Holm eloquently described equal opportunity:

In the broadest sense, equal opportunity means
honest and fair treatment for all of our people, in
all respects, all of the time and must be applied
to all aspects of Air Farce life.

It means that neither race, nor color, nor creed,
nor sex will be a determinant in "who” gets “what”
or "when”. . . It does not mean that there are no
differsnces between people nor that sveryone has
the same capabilities, limitations and ambitions.
Some people are smarter than others, some perform
better than others, some are motivated differently
than others (10:11).

U.F. Nieva echoced Holm’'s comment when Nieva described a
"work world that was characterized by equality for women and
men.” In such an equal aopportunity envivronment,
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Options and opportunitites would be based on

talent, not sex. Not ony should exceptional

women have the same opportunities as exceptional

men, but working women who are mediocre should

also be treated similarly to their male

counterparts. Clearly, equity would not

necaessarily mean that the sex composition must be

perfectly balanced within each sphere of activity. '
Equity, not uniformity, is the criterion (5:135).

Once commanders and supervisors get the equal opportunity
word out to all their personnel, their every action and
word must exemplify and support the policy. "A rule of thumb
here is that any comment or compliment to a woman is appro-
priate and in good taste if a similar comment can be made to
a male. Thus it is all right to say, ‘That is a nice suit/dress
you are wearing.' However, ‘Gee, you have nice legs'” aor ”‘Bay,
are you a hunk” ”does not meet this acid test” (1l:22).

Turning to the work environment, commanders and super-
visors must emphasize that the job, the mission, and results
are key and that traditional sex-roles (e.g. "macho men” or
"helpless women”) have no place in the Air Force work environ-
mant. “"0One move that would benaefit women workers (as well as
their male colleagues) would be to make work-related axpecta-
tions and norms as clear and as bshaviorally focused as 3
possible, so that attention is directed toward work-relevant R
factors rathar than to irrelevant norms drawn from sex-role -
ideals. Such a move,” according to Nieva, "would also make it -
less necaessary to make inferences about non-observable as- .
pects such as worker traits and motivations, which are more
vulnerable to bias” (5:127).

With equity as the official and actual policy within a -
unit, and aggressive enforcement of that policy by commanders -]
and supervisors, sexual harassment is not likely to fFlourish. ]
M.C. Meyer summed up the situation neatly in ane paragraph: :

However you are affected by sexual harassment--as
harassee, the harasser or the manager--there are two
common threads running through our discussion of what
to do: responsibility and communication. Not one of ‘
the three parties involved bears the single burden

for resolution of the problem. No one deserves to be
harassed, but the harassee cannot expect . . . the
government to solve the problem without taking some

of the responsibility for resolution upon himself or
herself. The harasser cannot pass the fault onto anyone
else; no matter what kind of signals he or she got, or
thought he or shas got, no matter what the circumstances,
he or she must accept the Fact that as harasser, the
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responsihility, consequences, and attempted resolution
rests primarily upon him or her. The manager cannaot let
bias or smotion cloud his or her responsibility, either.
As the focal paint of resclution, the manager’s respon-
sibility looms large. Objectivity and sensitivity are the
keys to responsible resolution (4:145-146).

The Department of the Army and the Air Force National
Guard Bureau published excellent, practical advice in their
pamphlet, ”"Prevention of Sexual Harassment: Guidelinaes for
Commanders, Managers and Supsrvisors.” Their checklist of
"Dos” and "Don’ts” contains succinct advice for all
commanders and supervisors. They are:

0 DO take positive action to address issues of sexual
harassment before they occur.

0o DO make it clear to your commanders, managers, and
supervisors and other personnal what saexual harassment is,
and that you will not tolerate it.

o DO designate a person or persons to whom military

and civilian amployeaes can bring their complalnts
about sexual harassment.

o DO publish the options available to personnel who
feel they are victims of sexual harassment,

o DO promptly and thoroughly inquire into any complaint
or other evidence of possible sexual harassment and ensure that
retaliation does not occur as a result of a sexual harassment
camplaint.

o DO develop appropriate sanctions to he applied
against any individual who engages in sexual harassment.

o DO take prompt and appropriate disciplinary action in
instances where saxual harassment has occurred.

o0 DO establish written guidelines to be used in making
personnel decisions, sspecially employment, promotion, award,
disciplinary and compensation decisions, and make sure they
are followed.

0 DO keep written records showing the reasons for
persannel decisions.

0 DO provide leadership by example in applying and
promoting high standards--integrity, conduct and concern for
the public interest.

0 DO insure a professional and healthy work environment.

o DO insure that all military, civilian., . .
personnel are trained in the prevention of sexual harassment.

0 DOON'T permit sexual jokes, teasing, and innuendoes
to become a routine part of the work atmosphere.

0 DON’'T allow employmant dacisions to be made an the
basis of reasons other than merit.

0 DON'T allow social behavior to become confused with
professional behavior (15:86).

27




Armed with the above checklist, sensitized to how/where
sexval harassment might occur, and dedicated in word and
deed to a policy of equity, commanders and supservisors can
stop and, more importantly, prevent sexual harassment. After
successfully pursuing the above measures, commanders and
supervisors will discover they have a more cohesive,
effective force, demonstratively more capable of
accomplishing the mission. Thus, the men and women in the
unit will benefit, the unit will benefit and, most of all,
the Air Force will benefit from the elimination of sexual
harassment.
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